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NHS FINANCE EQUALITY, DIVERSITY,
& INCLUSION ACTION PLAN
OUR COMMITMENT TO EMBEDDING A DIVERSE
AND INCLUSIVE CULTURE ACROSS NHS FINANCE
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INTRODUCTION
As stated within ‘We are the NHS: People Plan for 2020/21’
– “we must continue our efforts to make the culture of the
NHS universally understanding, kind and inclusive”.
This is vitally important for our staff, our patients, and for the future of the NHS.
Finance teams across the country must play their part and we have taken a
fundamental first step by committing to take action – however, we all recognise that
inequalities within NHS Finance still exist and are unacceptable, and we need to make
changes, together.
This NHS Finance Equality, Diversity, and Inclusion (EDI) action-plan supports this by
setting out objectives and actions that aim to improve the disparities that still affect
our workforce. The actions outlined aim to improve the diverse representation of
our workforce, in particular at senior levels - actions included also aim to ensure all
aspects, opportunities, and processes across our function are inclusive, and equity of
access is guaranteed to everyone regardless of background or circumstance.

“This action plan provides
ways to improve the ‘what’
which looks at improving
diversity and our current
representation, along with
the ‘how’ where inclusivity
and equity of access are
crucial to making our working
environments a place where
everyone belongs.”
Hardev Virdee,
Group Chief Financial Officer,
Barts Health NHS FT,
& Chair of the National
Finance Academy.

our vision of making NHS finance a great place to work for everyone, and to help us
to drive innovative solutions together for the future challenges our function is facing.

OUR VISION AND AMBITION
“We will continuously strive to be better by nurturing
and supporting all staff at each stage of their career. NHS
Finance will be a place where everyone feels they belong,
where we respect one another’s differences, and our
workforce reflects the local populations that we serve.”
We will continue to build a high-performing and diverse workforce at all levels, that
is representative of our workforce and the populations we serve. NHS Finance will be
a great place to work for everyone, where our staff feel supported in their roles at all
grades and feel like they truly belong in our working environments. Our teams will
be diverse in terms of representation but also skill-sets – providing strong leadership
and innovation. We will harness the skills and expertise of all our people and attract
the best talent, ensuring we continue to perform to a high standard that supports the
delivery of high-quality patient care.

Outlined within this plan are six national objectives underpinned by actions with
ambitious measurables. These aim to empower everyone working across all grades
and NHS organisations, including arm’s-length bodies and regional teams, to
contribute towards making NHS Finance a great place to work that supports the
delivery of world class healthcare.

PRIORITIES TO ACHIEVE THIS:

WHY THIS IS IMPORTANT?

• Work closely with Boards to influence this agenda, in particular supporting CEOs /
Chairs when appointing Finance Directors / Chief Finance Officers.

In the One NHS Finance conversation, our people told us that they felt there were still
challenges across the function in terms of equitable access to training and development,
fair support from managers and leaders, and with how our workforce, in particular at
senior levels, is not representative of the finance workforce as a whole and the diverse
populations we serve. To enable us to work in the most innovative, effective and
collaborative ways we must include and support all staff, regardless of background or
circumstance, and aim for more diverse representation ‘in the room’ where high-impact
decisions are made. Working together as an inclusive, diverse, and flexible finance
function will help us to support our front-line services in the best way possible.

• Support our people across all grades, ensuring they are equipped with the right
skills for their roles and have equal access to training and development at each
stage of their career.

WHERE WE ARE NOW
The NHS Finance function is made up of a diverse community of people spanning
different backgrounds, age groups, levels of experience, and skill sets. However, as
evidenced within the 2019 NHS Finance Census, this diversity is not reflective at
finance leadership level, in particular for women and ethnic minority groups. 62% of
our workforce are female, however only 29% of finance director positions are held
by women. 25% of our workforce are black, Asian, or minority ethnic, but colleagues
from those groups hold only 8% of finance director positions. Currently, we do not
have enough data on LGBTQ+ staff, or staff with disabilities to identify the areas in
which targeted action needs to be delivered, and we are unable to accurately measure
any progress made in terms of representation of these groups at senior levels.
Previous data collections from 2017 and 2015 show very similar results meaning not
enough progress has been made in over five years. This is obviously of concern and
something we must now take forward as our highest priority to ensure we achieve

• Build a sense of belonging for our staff, with particular focus on tackling the
discrimination that some may face.

• Maximise staff potential by ensuring they access valuable appraisal and personal
development plan processes.
• Build more diverse senior leadership and boards by supporting staff at all grades in
realising their potential and breaking through ‘glass ceilings’ to progression.
• Develop a clear curriculum that defines roles and sets out expectations of our
people, to support the retention and attraction of high-performing and diverse
talent.
• Improve our recruitment and retention processes to ensure we continue to build
diverse representation across our teams that is reflective of the populations we
serve.
• Develop our managers and leaders to ‘role-model’ inclusive behaviours and
expertise, by providing them with the tools and skills to support their teams.
• Empower our Inclusion and Diversity Ambassadors across the regions to take
ownership of their local EDI plans and provide them with opportunities for
involvement in national strategy meetings.
• Provide minimum standards across all relevant policies, ensuring consistency and
fairness.
• Ensure the Finance community take part in data collections and surveys, helping us
to clearly understand the makeup of our diverse workforce.

“25% OF OUR WORKFORCE
ARE BLACK, ASIAN, OR
MINORITY ETHNIC, BUT
COLLEAGUES FROM
THOSE GROUPS HOLD
ONLY 8% OF DIRECTOR
POSITIONS.”
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NATIONAL OBJECTIVES
AND ACTIONS
To ignite real change and positive improvements across
the function, we must be held accountable by assessing
progress through set measurable objectives that are
ambitious but achievable for the next five years.
These national objectives have been approved by the Finance Leadership Council
(FLC) and will be used to track improvements in, and engagement with, the EDI
agenda across the finance function. These objectives will also set the national
direction for One NHS Finance (ONF), delivered via the National Finance Academy,
the Finance Innovation Forum, and Future-Focused Finance programmes. The
seven Regional Finance Academies will be expected to align their locally tailored EDI
programmes to the objectives and actions outlined in this document.

OBJECTIVE 1. LEADERSHIP
Dedicated and visible leadership support to fuel
momentum and encourage inclusive practices
within all NHS organisations in England. Including
support and leadership on specific initiatives that
aim to improve EDI across NHS finance. E.g., The
Sponsorship Programme.

ACTIONS TO MEET THIS OBJECTIVE
• FLC and the ONF Finance Leadership Group (FLG) members to regularly present and
update to their local regions on national EDI activities and progress / challenges, e.g.
at regional FD meetings.
• All Regional FDs to lead their respective region’s Sponsorship Programme
engagement, and to regularly update to FLC / RFD meetings.
• Encourage all FDs and Deputies to sign up as a Sponsor for their organisation as part
of the National Sponsorship Programme.
• All FD Job Descriptions to include measurable EDI objectives and be reviewed
annually, e.g. Sponsor at least one member of staff in your organisation / system.
• All NHS finance staff briefings to include sessions promoting different EDI initiatives
across the country, e.g. spotlight I&D Ambassador networks – empowering their roles.
• Finance leaders to build better links with their local communities to develop diverse
talent pipelines and to promote NHS finance careers.
• Finance leaders to ensure they have at least one I&D Ambassador representing their
organisation.
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“It is important to equip our finance teams with the
ability and confidence to constructively challenge, and
to innovate to deliver improvements for our patients.”
Andrea McGee, CFO and Deputy CEO, Warrington
and Halton Teaching Hospitals NHS FT & Vice Chair
of the National Finance Academy.

OBJECTIVE 2. REPRESENTATION
Achieve a more diverse pipeline of
future leaders that represent the
NHS Finance community. In particular
representation of ethnic minority
staff, females, staff with disabilities,
and staff who identify to the LGBTQ+
community. I.e., representation to
be seen via Talent Pool applications
and participants of senior talent
management programmes.

OBJECTIVE 3. RECRUITMENT
Recruitment of finance roles at all
levels will follow inclusive practices
and be sourced / delivered
in-house without the use of
external consultants where possible.

ACTIONS TO MEET THIS OBJECTIVE
• National Finance Academy FLG involvement in application
process of all national senior talent management
programmes.
• Regional FDs to nominate candidates for Talent Pool
cohorts.
• High-performing Sponsees participating in the National
Sponsorship Programme to be supported and advocated
for senior roles throughout their progression.

“PROMOTION OF NHS FINANCE
CAREERS TO LOCAL SCHOOLS
AND COLLEGES...”
ACTIONS TO MEET THIS OBJECTIVE
• Best practice recruitment guidance / resource to be
rolled-out via the National Finance Academy (NFA).
• Recruitment managers to use and follow the FFF EDI
Recruitment Commitment Charter when liaising with
external consultants for appointing to finance roles,
ensuring their sign-up to the processes outlined.
• Finance Directors and leaders’ to connect with their local
senior HR representatives to ensure this is looked at
organisation-wide rather than just in finance.
• Secondment and Job Swap online platform to be
established and accessible via the One NHS Finance
website.
• Promotion of NHS finance careers to schools, colleges,
and universities through talking presentations, careers
fairs and virtual events, and targeted advertisement.
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NATIONAL OBJECTIVES
AND ACTIONS
ACTIONS TO MEET THIS OBJECTIVE

OBJECTIVE 4. AWARENESS
Engagement and commitment
from everyone working across NHS
Finance. The finance community
will be well-equipped at all levels
to understand and overcome the
current EDI challenges our function
is facing. Blockages and ‘middlemanagement’ issues will aim to
be eradicated through training,
education, and awareness raising.

• Refreshed national EDI communications plan and delivery.
• Commitment from senior leaders to continuously deliver
updates across their localities.
• Inclusion and Diversity Ambassadors to facilitate
feedback between the wider NHS finance community and
senior leaders, as well as cascading key messaging and
opportunities to their localities.
• ‘Inclusive management’ training.
• Continuous EDI training and education across the NHS
finance community.

“CASCADING KEY MESSAGING AND
OPPORTUNITIES TO LOCALITIES.”
ACTIONS TO MEET THIS OBJECTIVE

OBJECTIVE 5. SUPPORT
Finance staff at all levels will have
access to support through a variety
of opportunities that will aid with
overcoming barriers to progression,
building their professional networks,
and to help call out and deal with
any discriminatory behaviours they /
or their colleagues may face.

OBJECTIVE 6. DATA AND INFORMATION
We will have a clearer picture on the diverse
makeup of the finance community and understand
the levels in which people are facing challenges
or barriers to progression, or to accessing
opportunities.

• Roll out of national ‘Positive-Action’ programmes:
– Breaking Diversity Barriers
– Going Beyond
– Returning to Work programme and network
• Provide an anonymous platform for staff to feedback
on appropriate issues and reach out for support whilst
keeping their anonymity.
• Further promotion, and encouragement of staff to sign
up as NHS Freedom to Speak Up Guardians for their
organisations.

ACTIONS TO MEET THIS OBJECTIVE
• Support the current work being delivered by HFMA and SDN that aims to improve
the current processes for collecting staff data by working closely with NHS ESR and
Staff Survey colleagues.
• Improve how we collect data on staff who engage with our events, programmes,
and courses.

• Establish a national ‘Diversity Board’ to take issues
affecting finance community to for resolutions.

• Provide an anonymous online feedback platform / tool to continue to collect
information and feedback on how staff are feeling and what their current challenges
are.

• Continue to build engagement with, and membership of,
the Inclusion and Diversity Ambassadors Networks.

• Build on previous work to provide all NHS organisations with diversity metrics that
compare their workforce data with regional and national statistics.
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MEASURING THESE OBJECTIVES
Each national objective includes actions with KPIs / measurables that will be reviewed
(and updated where necessary) every 6 months by the Finance Leadership Council.
The actions included relate to all levels and roles across NHS finance, as everyone has a
responsibility to support this agenda, and there are specific elements aimed at national
teams, and the regional finance academies.

Objective

Action

KPI / measurable

1. Leadership
Dedicated and visible
leadership support to fuel
momentum and encourage
inclusive practices within
all NHS organisations
in England. Including
support and leadership
on specific initiatives that
aim to improve EDI across
NHS finance. E.g., The
Sponsorship Programme.

1.1. FLC / FLG members to regularly
present and update to their local
regions on national EDI activities
and progress / challenges.

Present to regional FD/CFO meetings
– 3 x per year.

1.2. Regional FDs to lead their
respective region’s Sponsorship
Programme and to make efforts
to improve engagement / sign up regularly updating to the FLC.

All NHS England and NHS
Improvement Regional FDs to be
involved in their local Sponsorship
networks, e.g., chairing regional
meetings.

1.3. All FDs and Deputies to sign up
as a Sponsor for their organisation
as part of the National Sponsorship
Programme.

All NHS Organisations will have at
least their FD and Deputy FD signed
up as a Sponsor.

1.4. Leaders build better links with
their local communities to develop
diverse talent pipelines and to
promote NHS finance careers.

All NHS orgs / ICS to present at 1-2
local schools / colleges per year to
promote a career in NHS finance.

1.5. Leaders to ensure they have
at least one Inclusion & Diversity
Ambassador representing their
organisation

All NHS orgs to have at least 1 x I&D
Ambassador signed up. Leaders to
encourage staff to get involved –
sharing benefits.

Timeframe
12 month
rolling
cycle

By July
2022

Objective

Action

KPI / measurable

Timeframe

2. Representation
Achieve a more diverse
pipeline of future leaders
that represent the NHS
Finance community. In
particular representation
of ethnic minority staff,
females, staff with
disabilities, and staff
who identify to the
LGBTQ+ community. I.e.,
representation to be seen
via Talent Pool applications
and participants of senior
talent management
programmes.

2.1 National Finance Academy
Finance Leadership Group members
involvement in shortlisting of
candidates for senior talent
management programmes.

FLG members to advise and provide
input on shortlisting of candidates for
Going Beyond, and Breaking Diversity
Barriers development programmes.

By January
2022

2.2. Talent Pool cohorts to be better
representative of diverse NHS
finance workforce.

Each cohort will aim to include at
least 1 x representative from underrepresented groups at Director level
(LGBTQ+, disability, female, ethnic
minority groups).

12-month
rolling
cycle

2.3. High-performing Sponsees
to be supported and advocated
for senior roles throughout their
progression.

Minimum of 5 x Sponsees per NHSE/I
region to be seen progressing into
more senior roles per year.

12-month
rolling
cycle

3. Recruitment
Recruitment of finance
roles at all levels will follow
inclusive practices and be
sourced / delivered in-house
without the use of external
consultants where possible.

3.1 Best practice recruitment
guidance / resource to be
developed.

Guidance to be sent to all NHS
organisations’ FDs/Deputies, along
with a comms campaign delivered to
raise awareness.

By April
2022

3.2 Better links to national and
regional HR colleagues to support
improvements organisation-wide as
this doesn’t just effect finance.

FLC members / NFA FLG Chair/Vice
chair to connect with national HR
representative to support on this,
invite to join NFA FLG.

By January
2022

3.3. Improved and accessible routes
to secondments, job swapping, and
movement of staff around system

Secondment and Job Swap online
platform to be established and
accessible via the One NHS Finance
website.

By March
2022

3.4 Development of online platform
to promote NHS finance careers to
external candidates.

Platform to be built into One NHS
Finance website with launch.

By July
2022

By
November
2022

12 month
rolling
cycle

By July
2022
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MEASURING THESE OBJECTIVES
Objective

Action

4. Awareness
Engagement and
commitment from
everyone working across
NHS Finance. The finance
community will be wellequipped at all levels to
understand and overcome
the current EDI challenges
our function is facing.
Blockages and ‘middlemanagement’ issues will
aim to be eradicated
through training, education,
and awareness raising.

4.1 Refreshed national
communications plan and delivery.

4.2. Commitment and active
engagement from Regional Finance
Academies to provide opportunities
to finance staff in their localities.

4.3. Active listening to finance
community and providing
opportunities for feedback.

4.4. ‘Inclusive management’
training

4.5. Continuous EDI training
and education across finance
community

KPI / measurable

Timeframe

Series of social media campaigns,
videos, briefings, resources, and
animations.

12 month
rolling
cycle

Series of social media campaigns,
videos, briefings, resources, and
animations.

12 month
rolling
cycle

Leaders from each Regional Finance
Academy to provide at minimum 4
x EDI focused updates per year via
events / meetings.

12 month
rolling
cycle

Each NHSE/I region to have minimum
25 x Sponsees signed up to the
National Sponsorship Programme.

July 2022

Each regional I&D Ambassador
networks to present at 1 x national
event per year to share updates /
best practice.

12 month
rolling
cycle

I&D Ambassadors to attend min 2
x regional meetings per quarter to
update on and provide feedback
from to network & national teams

12 month
rolling
cycle

5 x National development
programmes including modules
on inclusive management training
delivered per year

12 month
rolling
cycle

Each regional finance academy
to include at min 3-4 x inclusive
management training offering per
year

12 month
rolling
cycle

2-3 x NHS Finance Inclusion
Conferences per year, covering all
elements of EDI.
Each regional finance academy
to deliver min 1 x regional EDI
conference, and 4 x EDI focused
meetings/ training per year.

“Equality, Diversity, and Inclusion shouldn’t be seen as a ‘nice to have’
and we must take action to address this. There are steps we must take
together as a function to ensure our workforce feel supported and
nurtured, so that our services are delivered to the highest of standards
for patients.” Peter Ridley, Deputy CFO – Operational Finance,
NHS England and NHS Improvement, & Vice-Chair of FLC.

Objective
5. Support
Finance staff at all levels
will have access to support
through a variety of
opportunities that will aid
with overcoming barriers to
progression, building their
professional networks, and
to help call out and deal
with any discriminatory
behaviours they / or their
colleagues may face.

Action
5.1 Roll out of national ‘PositiveAction’ programmes.

KPI / measurable
2 x Breaking Diversity Barriers
development programme cohorts per
year

Timeframe
12 month
rolling
cycle

4 x regional Going Beyond
programme cohorts per year
1 x Returning to Work development
programme cohorts per year
5.2. Provide an anonymous
platform for staff to continuously
feedback on issues and reach out
for support whilst keeping their
anonymity.

Build anonymous feedback platform
into the One NHS Finance website.

By March
2022

5.3. Establish a national ‘Diversity
Board’ to take issues affecting
finance community to for
resolutions.

Recruit members for the board
representing NHS leaders in finance
and across other NHS directorates.

By April
2022

5.4. Continue to build engagement
with and membership of
the Inclusion and Diversity
Ambassadors Networks.

(See action 1.5.)

(See action
1.5.)

6.1. Improve how we collect data
on staff by working closely with NHS
ESR and Staff Survey colleagues to
develop a better system.

Connect with national HR and People
Plan representatives to tie into a
national action and communications
plans around this.

By July
2022

6.2. Improve how we collect data
on staff who engage with our
events, programmes, and courses

Build automation into One NHS
Finance website to collect workforce
information when staff access
opportunities.

September
2021
(complete)

(See action 5.2.)

(See action
5.2.)

12 month
rolling
cycle

6.3. Provide an anonymous
online feedback platform / tool to
continue to collect information and
feedback on how staff are feeling
and what their current challenges
are.

12 month
rolling
cycle

6.4. Continue to provide all NHS
organisations with diversity metrics
that compares their workforce data
with regional and national statistics.

Diversity Metrics reports to be built
and sent to all NHS organisation
Finance Directors each year the
NHS Finance Workforce Census is
collected.

12 month
rolling
cycle

6. Data and information
We will have a clearer
picture on the diverse
makeup of the finance
community and understand
the levels in which people
are facing challenges or
barriers to progression, or
to accessing opportunities.
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EXPECTATIONS
Everyone working across NHS finance has a responsibility to act on this agenda. Each
one of us has a role to play in making our working environments welcoming and
inclusive for everyone, regardless of their background, experience, or circumstance
Working together we are ambitious but determined to make a positive change and see
improvements over the coming years, specifically reflected in the representation of our
future finance leaders, and through the feedback received from staff working at all grades.

NHS FINANCE
INCLUSION LEADERSHIP
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How the finance community & networks feedback to leadership / national.

FINANCE LEADERSHIP COUNCIL
• Measure and review the 6 national objectives by tracking KPIs outlined within this
strategy.
• Be accountable for ensuring top-down support and delivery of action-plan and work
closely with Finance Directors across the regions to encourage engagement with all
actions included.
• Hold the seven NHSE/I regional finance academies to account in terms of progress on
this agenda.
• Influence national policy as we start to design systems for the future.

NHS Finance Community

REGIONAL FINANCE ACADEMIES
• Align local programmes of delivery to the objectives and actions outlined in this plan.
• National messaging and opportunities to be clear and consistently communicated to
all finance staff across local organisations.
• Ensure there is regional representation across all national networks and development
programmes.

Inclusion & Diversity
Ambassador
Regional Networks

Sponsee
regional & National
Networks

Skills Development
Regional Networks

Value Maker
Regional Forums

SYSTEMS AND ORGANISATIONS
• Local organisations to work together to share opportunities for staff to move more
freely across roles /systems.
• Engage with and support local communities to identify and recruit diverse talent into
finance roles.

National Equality Diversity & Inclusion Group

FINANCE DIRECTORS AND SENIOR LEADERS:
• Work closely with CEO / Chair to influence Board decision making.
• Be visible and open to all staff - a true department / organisation ‘ally’.
• Actively encourage staff development, and sign up to the Towards Excellence
Accreditation Process.
• Ensure their teams take part in data and information collection surveys, e.g., NHS
Finance Workforce Census.

LINE MANAGERS:

Future-Focused Finance
Finance Leadership Group

National Finance Academy
Finance Leadership Group

• Active promotion of opportunities for all staff and encouragement for all staff to
engage with EDI initiatives.
• Create and encourage inclusive working environments.
• Encourage staff to sign up to development opportunities at regional and national
levels and aim to remove barriers to access these.

INDIVIDUALS:
• Take more interest in this agenda by attending awareness raising events and joining
networks.
• Take action by working through the NHS Finance Inclusion Resource Pack.
• Make an effort to connect with colleagues with different backgrounds and experiences.
• Always be a kind and considerate colleague.

Finance Leadership Council

Finance Innovation Forum
Finance Leadership Group
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If you have any questions on any of the above or would
like any further information, then please get in touch
with the team at onenhsfinance.nhs.uk

One NHS Finance brings together the Future-Focused Finance, National Finance Academy, and the Finance
Innovation Forum programmes and networks to make sure that everyone working in NHS Finance has
access to skills, knowledge, methods, and opportunities to influence and enhance patient services.

